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Informants involved in the development of the Core Competences indicated that leadership was added because it is an important issue for LIS professionals and it links "transformational" to professional change; however, they were unable to provide a clear explanation for the descriptor "principled." Discursively, leadership is strongly tied to discourses of management, change, and youth. Preparing leaders is a stated goal of most ALA-accredited LIS programs; however, the discourse on leadership within the profession indicates that schools of LIS may be paying more attention to leadership within their curricula, specifically in management classes. Resources in Canadian Libraries and through the ALA's own Emerging Leaders Program, it is perhaps not surprising that this addendum was made. However, the apparent choice to name a specific leadership style, "transformational leadership," instead of a broader competence that allowed for flexibility, was unusual; the addition of "principled" as a descriptor for leadership is also something that is not addressed, commonly, in the LIS leadership literature.
Transformational Leadership
There is no single definition of leadership. For example, Kenneth Leithwood and Daniel L.
Duke, in an analysis of leadership in educational administration journals ð1999Þ, counted twenty different models and concepts of leadership in over 120 articles. Even the entry for "leadership" in the Oxford English Dictionary demonstrates the lack of coherence the concept has: 
Study Design
This study explored three questions related to the development of the core competences: The study involved two phases: ð1Þ a discourse analysis of key documents related to developing the competences and ð2Þ interviews with individuals involved in the process. In phase 1, documents, outlined below, were examined for discursive claims on the development of the "principled, transformational leadership" competence. For Bronwyn Davies and Rom Harré ð1990Þ, discourses are the institutionalized use of language. This institutionalization can occur at many levels, the individual to the cultural, and it can develop around specific topics. Leadership, and its use within the "institution" of library and information studies, then, is its own discourse. This study used Jonathan Potter's ð1996Þ definition of rhetoric to analyze the discourse. Potter argues that knowing the rhetorical use of language is important for understanding the overall nature of a discourse. According to Potter, rhetoric is a "pervasive feature of the way people interact and arrive at understanding" ðPotter 1996, 106Þ. By exploring rhetoric in language, attention is paid to the "alternative claims or arguments being undermined" ð106Þ. In this study, attention was paid to how certain claims or arguments were being presented in the literature, on the listservs, and in mission statements. Throughout the analysis of the leadership discourse, certain claims were typically undermined in favor of other claims. As stated previously, this study uses Potter's definition of rhetoric to study the discourse of leadership in these documents. The analysis was completed by first reviewing the selected sources for the word "leadership" and for mentions of the Core Competences using Potter and Margaret Wetherell's close reading techniques ð1987Þ. They recommend that researchers constantly ask the following questions: "Why am I reading this passage in this way? What features produce this reading?" ðPotter and Wetherell 1987, 168Þ. Attention was also paid to the intended function and consequence of the language choices. Language, here, is understood to be indexical; therefore, the meaning of a word choice is dependent on the context of its use ðPotter and Wetherell 1987Þ. In this sense, both the intended meaning of the author and the understanding of the reader are important aspects to consider during analysis. After sources have been read closely, hypotheses around the function and consequence of language can be made and linguistic evidence can be found.
For the second phase of the study, insiders were interviewed regarding their memories and experiences in relation to discussions and debates about the inclusion of leadership as a core include 1999, the earliest date offered by the archive was used. Although the inconsistency of the date ranges will affect the research findings, all listservs used in this study do encompass the time period when the majority of the work on the Core Competences was completed ð2006-9Þ. and asked to participate in the study; in the end, five insiders were interviewed for approximately thirty minutes each. Three were members of the task force, and two were the councillors who moved to have the leadership competence added to the document. Two participants asked that their identity be protected, while the remaining three waived their right to remain anonymous. Participants were asked questions related to how the Core Competences were developed, why leadership was not included in the initial draft presented to ALA Council, and why, from the perspectives of the insiders, "principled, transformational leadership" was identified as the type of leadership with which librarians should be competent. Ethics approval for this study was granted by the University of Alberta's Faculties of Education, Extension, Augustana and Campus Saint Jean Research Ethics Board.
Results and Discussion Leadership Discourse in LIS: Leadership versus Management
Leadership, in the ALA's Core Competences of Librarianship, is only explicitly mentioned in the section devoted to "Administration and Management," which is only one of eight areas covered in the Core Competences. The other competences in this section cover topics ranging from organizational planning and budgeting to human resources development to the assessment of public services and working with community stakeholders ðALA 2009bÞ. The leadership competence was the only competence added from the floor when the Core Competences were adopted ðother competences, however, were amended from the floorÞ. The minutes do not document any discussion around this addition to the "Administration and Management" section, nor do they document any discussion of leadership, specifically "principled, transformational leadership." From a discursive point of view, the placement of the competence within the Core Competences document indicates that leadership is considered to be a component of the administration and management of libraries as organizations. By implication, although all librarians need to be familiar with the "concepts behind, issues relating to, and methods for " ðALA 2009b, 5Þ leadership, the enactment of this competence will only occur when a librarian is in a management role; leadership, therefore, will not necessarily occur in a "Reference and User Services" or a "Technological Knowledge and Skills" role. The placement of this competence also has the potential to impact leadership training and education both for MLIS programs and for professional development training. Although the implications for LIS programs will be ex-plored in detail later in this article, this placement does suggest that leadership should be taught in a management class. Heting Chu ð2010Þ found that, in 2005, only thirty of forty-five LIS programs required their students to take a management class; limiting leadership education to management classes would, therefore, limit leadership education to elective courses in some schools. Additionally, leadership professional development opportunities would be limited to only those who have demonstrated an interest in becoming a library manager.
The task force members interviewed for this study indicated that leadership was not a topic they discussed. Task force members described leadership as a skill best developed outside LIS programs through professional development and experience. Said Michael Gorman: "What in essence 8.E ½the leadership competence says to the LIS programs . . . is 'You will teach this. The graduates of your programs are not acceptable unless they know the concepts behind, issues relating to, and methods for, principled, transformational leadership.'" Many of the task force members noted that the Core Competences were intended to be the "competences that new graduates needed to be successful ½professionals," as Sophie ða pseudonymÞ stated. As a result, all of the task force members questioned the need for every new graduate to be a leader. Katherine ða pseudonymÞ, for example, stated: "It's hard for me to say that ½leadership is a core ½competence because that means that it should be everybody. And I believe that you can have a perfectly fine career as a librarian without necessarily being a leader." Gorman even questioned if leadership could be taught and noted that leadership training went "beyond the remit" of LIS programs: "To my mind, leadership is not something you know. It is an attribute, a quality. It can be developed. There's a question about whether it can be taught or not, in the way that administration can be taught." Sophie argued, "You need experience before you can be a leader."
Interviews with Charles Forrest and Sandra Barstow, the ALA councillors who moved for the addition of the competence during the 2009 midwinter meeting, indicated that the amendment was an initiative of Library Leadership and Management Association ðLLAMAÞ.
Forrest was, and is, an elected division councillor for LLAMA, and he made the motion on its behalf. Forrest recalled: "We ½LLAMA were surprised ½leadership was not called out in the Core Competences. . . . It seemed like an oversight." According to Forrest, the reason for the addition was this: "Leadership has emerged in the last several years at least as an important issue in the profession, as an important responsibility for staff at all levels and in all types of libraries." The addition of leadership to the Core Competences was, therefore, seen as a recognition of the importance of leadership as a characteristic that helps the LIS professional be more successful.
Of the participants interviewed, only Sophie, Gorman, Forrest, and Barstow were at the ALA council meeting. Sophie, Forrest, and Barstow did not recall any debate or comment from the floor of the meeting regarding the leadership amendment. Said Sophie: "It was one item cast with a lot of other items that we had to vote on." However, Gorman did recall some debate over
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• the addition of the competence to the management section, stating: "My memory is that it was first thought to ½belong to the first element ½Foundations of the Profession." Barstow recalled that there was debate over other proposed ðand ultimately defeatedÞ amendments but that "this one was so benign in comparison that it just sort of flew through." All the participants in attendance were surprised at the ease of passing the leadership amendment. According to Forrest: "There was no debate on this ½addition. . . . People may have stood up in support of it, but I don't remember any debate. . . . I think our timing was good." Barstow echoed Forrest's recollection: "Everyone was like 'oh yeah! That's alright! That makes sense.'" The lack of debate around the amendment to the Core Competences and the fact that any proposed changes were not sent back to the task force for discussion indicates the strength of the leadership discourse in LIS. The discourse is so prominent that its omission is seen as a mere oversight and not a purposeful exclusion.
The placement of leadership with the "Administration and Management" competences reflects the discourse of leadership within the LIS professional literature around the development of the Core Competences. Leadership, specifically transformational leadership, was being discussed within the professional literature at this time; however, rhetorically, it was being sepa- The manager administers; the leader motivates.
The manager is a copy; the leader is an original. . . .
The manager imitates; the leader originates.
The manager accepts the status quo; the leader challenges.
The manager does things right; the leader does the right thing.
In this example, the manager is seen as someone who is timid; who hides behind rules; who does not care about people; who is controlling, unoriginal, and boring. The leader, by contrast, is a person who is curious, inspiring, creative, future-oriented, and perhaps even fun.
In the leadership discourse, therefore, the concept of leadership undermines management.
But, at the same time, leadership is often directly referring to people in management positions.
In many ways, the word "leadership" is now conflated with the word "management." Occasionally, leadership and management principles are combined into a form of "leadership management." Pat McAbee ð2002Þ, for example, offers advice to managers that mixes leadership principles, such as involving employees in the goal setting of the organization, with more management-or human relations-related goals, like providing clear job descriptions. This intermingling of leadership and management is often done unwillingly. Felix E. Unaeze, for example, in his article on "leadership management" in a reference department ð2003Þ, separates management and leadership rhetorically. Following Donald E. Riggs, Unaeze distinguishes between leadership as a forward-looking, goal-setting activity and management as a task-oriented, controlling activity. However, Unaeze's focus is heads, or managers, of reference departments.
In his conclusion, the two concepts become inescapably intertwined with each other: "It takes a good and effective head of reference to lead the troops and to steer the department wheel in the right direction" ðUnaeze 2003, 115Þ. The tension between management and leadership, at least when they are considered as mutually exclusive terms, occurs when management activity of status quo maintenance and the transformative intent of leadership, especially transformational leadership, intersect. The changes brought about by rapid technology shifts and varying user demands, plus a desire to maintain the status of libraries as a reliable source of information, sees librarians balancing the need for transformational change with a tradition of service delivery and professional expertise.
The Discourse of Transformational Leadership
Perhaps the most public supporter of transformational leadership during the development of the Core Competences was Leslie Burger. Leadership was a core tenet of Burger's presidential platform. Central to Burger's proposed presidential initiatives was the development of "strong, 
Transformational Leaders as Guides for an Uncertain Future
Perhaps the most dominant discourse in librarianship for the past two decades has been the discourse of change. Although not the subject of this investigation, the change discourse requires some attention to shed light on the role of transformational leadership in LIS. Change brought about by technological innovation, changes in organizational structure, and service ex- When asked about the use of the word "transformational" in the ALA competence, insiders all responded that, for them, the concept of transformation was about change. None of the informants referred to Burns ð1978Þ or any other transformational leadership scholars or concepts. Forrest recalled that transformational leadership was Burger's presidential theme and that the notion of transformation was another foundational document for the ALA, such as the Core Values or the Strategic Plan: "It's out there somewhere! We all know that we're in this transitional, sort of unsettled kind of time in the history of libraries so that seemed to be one of the key concepts." Gorman echoed Forrest's assessment that the wording was related to the changing nature of libraries and even took it a step further to note that many library staff need leaders to guide them through these changing times: "The transformation referred to is the transformation of library services. It's not transformational leadership, it's leadership towards ½transformation." Barstow said that for her transformational leadership meant "working with change and changing situations." Although none of the insiders intended to allude to the specific leadership style of transformational leadership when they proposed, and subsequently voted to approve, the competency, the choice to use the phrase "transformational leadership" is still discursively significant. Language is indexical-its meaning depends on the context of its use ðPotter and Wetherell 1987Þ. Within the context of the development of the Core Competences, transformational leadership referred specifically to change; however, the choice to use the phrase "transformational leadership" evokes the larger leadership concept. A reader, unaware of the specific intentions of the authors, may read the Core Competencies and presume a link between the intention of the authors and the large amount of literature written on the subject of transformational leadership. The meaning of "transformational leadership," in this case, is a product of both the authors' intention and the reader's understanding.
Transformational Leadership as Generational Concern
The leadership discourse, in the LIS literature, in listserv discussions, and in the documents inviting librarians to attend leadership institutes, is focused on developing future leaders for the profession. The addition of the leadership competence itself to the Core Competences is an indication of this generational aspect of the leadership discourse, for the competences were intended to define "the basic knowledge to be possessed by all persons graduating from an ALA-accredited master's program in library and information studies" ðemphasis added; ALA 2009b, 1Þ. "Generational" here is being used not solely in a manner that implies age, although there is certainly a youth undertone to this aspect of the discourse. Instead "generational" is being used to highlight the differences between those newer to the profession and those with more experience. Task force members in this study spoke about how the underlying goal of the Core Competences was to improve ðin the words of SophieÞ the "quality of the ½LIS candidates." Generational concerns are also related to the discourse of leadership as management ðor, perhaps more precisely, management as leadershipÞ. Succession planning and focusing on 
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• enough to ensure that librarianship, as a profession, will survive the changes it faces as a result of technology and emerging new user demands. The profession needs new, maybe even young, leaders to help manage these changes and make libraries and the profession relevant in today's Google-, Amazon-, and Wikipedia-dominated information world. Newer librarians are associated with more risk-taking behaviors and, as a result, are understood to be more willing to take the risks necessary to transform the profession; one article compared the risk-taking associated with transformational leadership to playing-a child's activity ðKirby and Moore 2003Þ.
Transformational change and leadership, it seems, are supposed to be fun. More commonly found is the notion that transformational leadership is a messy, chaotic, and demanding experience that requires energy and dedication from leaders-perhaps two qualities, it is assumed, more commonly found in new librarians ðLachance 2004Þ.
"Principled," Transformational Leadership
There is no indication in the professional or academic literature, in the listserv postings examined, in the presidential platforms reviewed, or in the leadership institute mission statements about why the descriptor "principled" was added to the leadership competence. The Oxford English Dictionary defines "principled" as both "having good or right principles; acting in accor- descriptions. This number may appear low, as all LIS programs offer at least one course devoted to the management of libraries and other information organizations. However, due to the lack of accessible syllabi and limited course descriptions, it is possible that leadership is also being taught in the remaining programs. And, because of the flexibility inherent in the standards for accreditation, each program will continue to approach the teaching of leadership differently. It is also worth noting that none of the syllabi reviewed for this study used the phrase "principled, transformational leadership" or other terms that might make clear how this concept will be enacted in curricula.
Conclusion
This discourse analysis provides insight into how leadership broadly, and transformational leadership more specifically, is understood within the LIS community. Leadership is linked to management in the Core Competences, in the LIS literature, and in how the concept is taught in LIS programs. Rhetorically, however, these two concepts are often separated into discrete sets of activities and characteristics. Management is related to the negative and non-people-oriented qualities of day-to-day organizational tasks, controls, and systems. Leadership, in contrast, is people-focused, motivating, and future-directed. The positive qualities associated with leadership undermine the so-called negative qualities of management. The word "leadership" was observed to be replacing the word "management" in the literature. The linking of leadership to management practices, however, means that the transformational change sought by the profession can only be enacted at a managerial level. Yet leadership possibilities are limited, rhetorically, to the young and new. However, these are exactly the people who are probably least likely to hold management positions. The concept of transformation was primarily linked to professional change, yet it evoked the theory of transformational leadership, both in descriptions of how leadership could potentially help guide the profession through this transforma-tional time and in the choice to use the phrase "transformational leadership" in the Core
Competences.
There was no clear explanation for the addition of the descriptor "principled" to the leadership competence. Within the Core Competences, "principled" and "principles" were used to refer to both acting honorably and as a set of rules. Further exploration into why this word was chosen as a descriptor needs to be completed. What events or discourses influenced the choice to add this descriptor? If this descriptor refers to acting honorably, we need to ask if there is such a thing as "unprincipled leadership." If the concept refers to a set of rules governing leadership, further articulation of these rules must be completed. To uncover the reasons behind the addition of "principled" to the leadership competence, interviews are needed with key informants in the development of the Core Competences and those involved in the 2009 ALA Council's midwinter meeting.
There was no public reaction to the addition of the leadership competence from LIS educators. This may be because preparing leaders is a stated goal of most of the LIS programs accredited by the ALA. The task force members interviewed for this study indicated that they believed there was a disconnect between the education of an LIS professional and the needs of the profession. Gorman ð2004a, 2004bÞ, for example, is well known for his opinions about LIS education. The findings of both this study and McKinney's study ð2006Þ indicate that LIS programs are in fact teaching the skills outlined by the Core Competences, including leadership. The role that the Core Competences may play in the review of the accreditation process may impact LIS education. The discourse on leadership within the profession indicates that schools of LIS may be paying more attention to leadership within their curricula. Following the discourse as it currently exists, leadership will become an even more prominent curricular item in LIS courses, specifically in management classes. Movement toward a leadership-focused student body and curriculum is being pursued by some schools. Dalhousie University in Halifax, Canada, for example, explicitly states that it is seeking applicants who will be potential leaders in the field ðDalhousie University 2012Þ.
Given the prominence of leadership in the professional and academic literature, the abundance of leadership institutes for LIS professionals, and the discourse of change and its link to new librarians, further investigation into certain aspects of the leadership discourse is needed. 
